INTRODUCTION
The Police Reform Act (2002) introduced Police Community Support Officers (PCS0s) into the service for the first time. PCSOs are uniformed staff who work under the direction and control of the chief officer and who possess certain limited powers (such as the power to issue fixed penalty notices for certain offences). Currently, there are about 4,000 PCSOs operating in England and Wales, 1,200 of whom work for the Metropolitan Police Service (MPS) . This number will increase substantially in the near future, the Government's recent Spending Review having pledged support for the recruitment of a further 20,000 PCSOs over the next three years (HM Government 2004) . PCSOs are tasked to undertake visible street patrol and to contribute to the reduction of low level crime and disorder thereby enhancing levels of public reassurance. They first became operational in September 2002 when the MPS deployed 'Security PCSOs' in Westminster to carry out anti-terrorist patrols. Soon after, 'Community PCSOs', charged with providing visible patrol in communities and 'Transport PCSOs', charged with policing the city's transport routes, were introduced on a London-wide basis.
The introduction of PCSOs has to be considered in the context of debates about police organisational change (Bradley, Walker and Wilkie 1986; Chan 1996; 1997; Manning 1977; 1979; Punch 1983; Wood 2004) and security governance (Johnston 2003; Johnston and Shearing 2003; Shearing and Wood 2003; Wood, Dupont and Font forthcoming) , two issues which, though apparently unrelated, are inextricably linked.
Some years ago the MPS's then Deputy Commissioner, Sir Ian Blair, expressed concern that policing in London might become 'Balkanized' due to local boroughs choosing to set up their own police forces or deciding to buy police services from private companies. In Blair's view, the deployment of PCSOs provided a solution to this problem, enabling police sovereignty over policing to be reconsolidated:
By giving such staff the Met badge of excellence, by ensuring that they work under the direction and control of constables, by offering an auxiliary service with powers, we will be able to persuade local authorities and others to spend their money on this kind of service, rather than on schemes without Met backing, without Met intelligence, without Met standards and without Met-based powers (Blair 2002: 31) .
Obviously, in order for this sovereign project to be feasible, PCSOs have to be integrated successfully into their newly adopted 'family'. This paper is concerned with a number of organisational issues relating to the PCSO integration. It draws upon research into PCSOs provided the obvious places to administer the surveys since they had the earliest and largest intakes of PCSOs in the MPS. However, because of the speed of implementation and the numbers deployed, progress of the scheme in Westminster was far from smoothsomething which is reflected in the survey findings. Thus, while some of the problems revealed in this section are generic, some relate specifically to Westminster and should not necessarily be seen as general features of the scheme itself. Indeed, the more controlled deployment of thirty PCSOs in Camden produced far fewer difficulties.
Motivations For and Concerns About Becoming a PCSO
The survey contained two questions aimed at gaining an insight into the motivations and concerns of people at the point they decided to become PCSOs. The first question asked respondents their main reason for wanting to become PCSOs at the time they joined. In both runs of the survey the most common answer given by respondents was that they saw the job as 'a stepping stone to the regular police'. Interestingly, however, the proportions giving this answer were higher in December 2002 (50% at AB and 70% at CX) than in September 2003 (39% at CX and 29% at AB). One possible reason for this is that a proportion of those in the first survey who aspired to become regular police officers might have either negotiated that process successfully or failed to do so. In other words some might have become regular police -in which case they would not have answered the question second time around -while others, having failed to do so, might have been led to 'redefine' their original aspiration.
Respondents were also asked to outline the main concern they had about becoming a PCSO at they time of joining. Despite instructions to the contrary, a significant number provided multiple, rather than single, responses to this question. In view of that, Table 1 contains data aggregated from both surveys. Despite its methodological limitations, the pattern presented here is broadly indicative of people's concerns. Indeed, similar views were expressed to us in interviews. Indeed, more than a year after their introduction to the borough, only a minority of police and civilian respondents -including a shrinking minority in CX -felt that they had a clear idea of the role of PCSOs in Westminster. However, the response from PCSOs was markedly different. In the first survey a substantial majority (95% at AB and 85% at CX) 'agreed' or 'strongly agreed' with the statement. Nine months later the figure had reduced significantly at CX (71% 'agreeing' or 'strongly agreeing') and had fallen dramatically at AB (where only 29% 'agreed' or 'strongly agreed' and 35% 'disagreed' or 'strongly disagreed').
Though almost half of police and civil staff believed that institutional support for PCSOs had been good, interviews with police officers carried out around five months after initial deployment revealed concern about particular aspects of that support. One major concern was that PCSOs were handicapped by a lack of officer safety training and equipment. Indeed, several respondents felt that, such was level of the shortcoming in this area, that a PCSO was likely to be injured in the future. An Inspector put the problem into context:
They are part of the police family and though not police officers they do have a role to play … the police officer's role is around confrontation and problemsolving. So they can't -if they are in the police family -shy away from that responsibility. Our duty, I guess, is to ensure that we somehow put a limit on what we expect their level of confrontation to be and make sure they are trained to do that … [including] officer safety training … It's a bit of a suck it and see thing.
However, many officers felt that the appropriate balance had not yet been achieved, one sergeant's comment summing up the views of others: 'they [PCSOs} were very poorly supported by the firm [in respect of officer safety training and equipment]'. The significant fall in the proportion of PCSOs feeling that institutional support had been 'good' over the two surveys is probably a result of their increased awareness of and exposure to these problems.
Acceptance and Integration of PCSOs
Next respondents were asked about the support PCSOs received from team colleagues. Evidence from an internal MPS survey of PCSOs undertaken at AB during November 2003 would seem to confirm that conclusion. While a third of PCSOs thought there was still 'scope for improvement', 43% described their level of integration with police officers as 'very good', a figure comparable to the 47% who expressed the view that PCSOs at AB were 'fully accepted as part of the police team' in the September survey (see Table 4 above). In the same internal survey more than four-fifths of PCSOs at AB felt that the level of integration had improved over time. Nevertheless, almost threequarters of PCSOs still felt that the police officers on their teams could do more to increase the level of integration by 'gaining a better understanding of the role of the PCSO' and by 'making efforts to be more friendly/supportive'. Thus, while improvements had undoubtedly occurred, cultural and structural obstacles remained. Two My team dynamics were quickly thrown into disarray. I regularly paraded 3-4 PCs with 16 PCSOs. This imbalance is improving with time but due to the inability to fully integrate early on we still, unfortunately, manage a team of Constables and a team of PCSOs.
Morale
The deployment of PCSOs on security patrols in Westminster had a number of implications for morale. On the one hand, the morale of the PCs released from the tedium of security patrols was enhanced. On the other hand, PCs, Sergeants and Inspectors repeatedly said they spent large amounts of time dealing with disciplinary and other dayto-day problems associated with PCSOs, a point to which I return later. Thus, any benefit in police officer time and morale accruing to the deployment of PCSOs on security patrols may well have been counter-balanced by the costs associated with day to day problem solving.
The tedium of undertaking security patrols also posed problems for the morale of PCSOs, not least because many felt they had been misled at recruitment regarding the role they would undertake. One supervising officer said They bought into something that they did not really want. They are bored with doing security patrols. They thought they would be working in the wider community. Some are already looking to be CAD Controllers [or] First Aid, Trainers.
In the survey PCSOs were asked whether the work they were doing conformed with the expectations they held, after training, of what it would be like. While there was relatively little dissonance between the expectation and the reality of work experienced by PCSOs at CX, the situation at AB -where security patrols were at their most tedious -was very different. In December 2002 more than four-fifths of PCSOs at AB had believed their work to conform with the expectations they had of it after training. Nine months later, less than one-third felt that to be the case. Subsequently, various steps were taken to deal with problems of PCSO boredom in Westminster such as deploying them at film premiers and at the 'postcard sites' frequented by tourists. Following the introduction of around a dozen Community PCSOs into the borough towards the end of the research, the possibility of the Community PCSOs role being 'shared around' was discussed.
However, by fudging the specificity and skill requirements of the two roles, the likelihood was that this solution would merely generate ambiguity and confusion.
Questions about morale were also included in the internal survey of PCSOs administered at AB in November 2003. A majority of respondents indicated that an improvement had occurred in their morale since initial deployment. More than four-fifths of PCSOs declared themselves to be 'happy in the job'. Three-quarters stated that their 'morale at the moment' was either excellent or good', only 19% considering it to be 'low'. However, when asked about the general morale of their PCSO colleagues, respondents were much more cautious, only 10% declaring it to be 'good', 29%
considering it 'satisfactory' and 43% regarding it as ''low'. Not surprisingly, when
PCSOs were asked to list aspects of the work which they liked least common responses included 'the repetitive nature of security patrols', 'station security at DP (Paddington)'
and 'the provision of security at New Scotland Yard'. Aspects of the work they liked most included joint patrols, engaging with the homeless, gathering intelligence, combating anti-social behaviour, mobile patrols, providing public reassurance and crime prevention. Most of the responses in this category related to tasks in which PCSOs engage with or assist the public.
Perceived Quality of PCSOs
There was a marked change in the way staff perceived the quality of PCSO recruits between the two surveys. In December 2002 around a quarter of the personnel at each station agreed or strongly agreed that 'the quality of staff recruited as PCSOs has been good', while around two-fifths disagreed or strongly disagreed. In the second survey more than two thirds of personnel at each station disagreed or strongly disagreed that the quality of PCSO recruits was good, a further fifth opting to 'neither agree nor disagree'.
Indeed, the proportions giving an affirmative answer to this question fell to only 11% at CX and 5% at AB.
Interestingly, a relationship was noticeable between the rank of respondents and their assessment of the quality of PCSOs. In the December 2002 survey around one half of PCs rated PCSOs poorly while Sergeants and Inspectors consistently rated them more highly. This pattern was repeated in the later survey. Table 5 aggregates the responses from both surveys to confirm that there is a consistent relationship between the respondent's rank and the assessment made. Interestingly, Police Inspectors ranked the quality of PCSOs more highly than PCSOs did themselves. 
Anticipated Impact of PCSOs
In interviews police constable's views about PCSOs were, inevitably, linked to ideas about their perceived impact on officer workload. Many resented having to take statements on behalf of PCSOs -something which generated extra work for them -and felt that the latter should be able to report crime directly, rather than have to summon a police officer in order to do so. They also feared that PCSOs might be inclined to overreport trivial offences, thereby generating jobs that only PCs would be able to deal with.
Evidence on this was scanty, though one senior officer said I did expect a lot more silly calls coming in here -[such as ] 'there's two people pushing and shoving in Whitehall' -that we would never have known about or allocated a resource to. Actually, it hasn't happened Table 6 examined the perceived impact of PCSOs on police officer workload. Table 6 goes here Predictably, in both surveys more than 90% of PCSOs agreed with this statement. At CX slightly more than two-fifths of police/civilian respondents gave affirmative answers in the September survey -only slightly fewer than in December -while at AB there was a substantial increase in the proportion of police/civilians giving affirmative responses in the later survey (61% compared to 35% previously). Overall, then, a significant majority of police officers and a substantial majority of PCSOs believed that introduction of PCSOs in Westminster reduced some of the police's routine workload and released police officers to work on other duties.
Finally, respondents were asked whether they felt the deployment of PCSOs would help to raise the level of public reassurance in Westminster. Table 7 provides a breakdown of answers from both December and September surveys according to police station. Table 7 goes here Table 7 shows only a slight reduction in the proportion of affirmative responses given over the course of the two surveys. Placing the responses to this question alongside those contained in Tables 5 and 6 would indicate that while many respondents had reservations about the quality of PCSOs, the majority considered them able both to release police officers from mundane duties and to help enhance levels of public reassurance.
ORGANISATIONAL ISSUES
This Section supplements the previous one by focusing on three particular organisational issues relating to PCSOs: their training, their supervision, and their diverse composition. concluded that the training programme was of too short a duration and that, in certain key respects, its content did 'not appear to be sufficient for purpose' (Bellos 2003. 12.10 ).
This view was endorsed by the interviewees. One recurring concern was the inadequacy of training in relation to PCSO powers. An Inspector expressed it as follows:
We bodged our way through confusing instructions, attempting to comply with poorly thought out plans to allow individual officers to become authorised to issue tickets for offences that weren't even enacted at the time.
Various other shortcomings were noted in respect of training. First, since the course lacked assessment, there was a limited evidence-base upon which judgments could be made about the competence of individual trainees. This would be likely to pose difficulties in the event of the MPS wishing to discipline or dismiss a PCSO. It could also raise liability issues should a PCSO or a member of the public be injured or put at risk as a result of a PCSO's failure to act 'competently'. A second problem concerned the lack of support for supervisors. Not only would they have benefited from training in the powers, roles and responsibilities of PCSOs. They also required guidance on how they, as police, officers should deal with discipline and personnel issues arising amongst PCSOs who, as 'police staff', were subject to civil staff procedures.
A third issue concerned diversity training. Bellos (2003) notes that, while the training addressed equality and diversity issues in some detail, it did so in a 'theoretical academic format' rather than focusing on 'desired outcomes based on realistic scenarios that relate to the ways that PCSOs must undertake their duties and roles' (Bellos 2003: 12.6). Training observations carried out during this research confirmed that point. The students observed in one session had either failed to read or failed to understand the workbook on human rights -an impenetrable legalistic document -that had been sent out as pre-course material. Failure to provide PCSOs with appropriate knowledge about diversity -and with the associated skills that they might use on the streets and in the police station when confronting issues of diversity -created some problems. The following comment was made by a local authority warden regarding the initial arrival of PCSOs on the streets of Camden, the other site covered by the research:
We kind of got the impression that they had been chucked in at the deep end … that they hadn't had the training that they could have had … When they first started … their language out on the streets for this day and age … It just wasn't 'PC', the things they were calling people. We brought it to the attention of the Sector Team and it has been addressed. We don't have these issues now.
Though this example relates to matters on the street, an issue of equal concern is how effectively training addressed the use of inappropriate language or the taking of inappropriate action inside the organisation. During the research some incidents were reported in which PCSOs had allegedly used racist language. Bellos (2003) cites one such case in which the alleged perpetrator, when asked why he had committed the offence, stated that he had understood the diversity training, but thought it related only to interactions with members of the public not to interactions with colleagues! Fourthly, one measure of the effectiveness of a training programme is its capacity to inculcate the values, attitudes and standards of conduct appropriate to a disciplined organisation. The initial training programme had serious shortcomings in this regard.
Soon after the commencement of the research, police officers began to relate disciplinary problems concerning PCSOs to the research team. At first, these were taken with 'a pinch of salt' -the product of disgruntled police officers complaining about the latest disruption to the status quo. However, it soon became apparent that a small minority of PCSOs were turning in late for shifts, failing to report sick, failing to wear the proper uniform, complaining about beat assignments and the like. Inspectors and sergeants reported that they were spending considerable amounts of time resolving relatively minor breaches of discipline committed by a small number of people. On occasions, when carrying out patrol observations, incidents of low level misconduct, such as PCSOs taking unauthorized coffee breaks were observed. In one instance, an argument was observed in a Camden police station between two minority ethnic PCSOs after one refused to go out on patrol with the other. Each demanded to see a personal representative. Two and-a-half hours later, when the representative could not be found, they were placed at opposite ends of the front counter. They remained working there for a week while the matter was resolved.
The critical point to be made here is that a minority of PCSOs did not so much lack discipline as fail to understand how a disciplined organisation, such as the police, works. supervising thirty this afternoon … it's impossible'; 'supervision really is just headcounting'; and 'I have found it difficult to put names to faces and get to grips with their shoulder numbers' were commonplace. The lack of available sergeants at these stations led to supervision being delegated to Acting Sergeants, many of whom had also only just completed probation: as one respondent put it, a case of 'the blind leading the blind'.
Where possible, routine oversight of PCSOs was undertaken by PCs, many of whom were still probationers. Moreover, it was not only PCSOs who went unsupervised but also PCs:
There aren't enough PCs to do mentoring. When they came here it was shown on the duties that a PC would be 'walking' a PCSO but in reality it never materialised because the PC had been posted elsewhere … if you as a supervisor have twenty PCSOs and five PCs plus the paperwork you have very little time to check all of your personnel. It is the PCs who get neglected . (Acting Sergeant)
Being 'high maintenance' -a phrase that was used repeatedly by supervisors -PCSOs require sustained help if they are to be effective and remain accountable for their actions.
For this reason it is a matter of concern that in the Belgravia Survey almost three-quarters of PCSOs claimed never to have patrolled with a supervising officer and around a half described the level of supervision received as 'poor'.
Not surprisingly, as a result of the pressure of numbers, there were difficulties with the PCSO appraisal system at both AB and CX. By May 2003 only about 30% of the 3-6 month appraisal forms at AB had been completed. AT CX the situation was even worse, over half of PCSOs waiting to receive a 3-6 month appraisal and 30% still not However, diversity is not only a matter of quantitative 'head counts' (Bellos 2004) . It has also to be considered in an organisational context. There is strong evidence to suggest that rapid implementation led to a relaxation -albeit an unofficial one -of PCSO entry standards during the early stages of recruitment (Johnston forthcoming). This view was widely held by officers involved in the process, one summing it up as follows:
Yes, I think early on there was pressure … Nobody has ever said 'We are going to lower standards here'. What happens is that people sort of internalise the assumption, so they do what they think the system wants them to do (Member PCSO Project Team) .
One consequence of this process was the recruitment of a small number of PCSOs -both white and minority ethnic -who were, clearly, unsuited to the role. For example, one concern expressed by some police officers in Westminster was the inability of a few PCSOs -notably some of those whose first language was not English -to communicate effectively over the radio. This, it was rightly suggested, posed hazards for the public, the PCSO and the PCSO's colleagues alike. What is striking about this example is not merely that the organisation recruited individuals unable to communicate at the minimum standard laid down in the PCSO role specification, but that, having done so, it offered those concerned no institutional support to address the problem. The situation may be summed up as follows. Reduced entry standards during the initial stages of recruitment caused some PCSOs -both white and minority ethnic -to be recruited who were illsuited to the role. Poor support structures, including the shortcomings in supervision and training described earlier, exacerbated this situation. Minority ethnic PCSOs were doubly disadvantaged in this regard. On the one hand, some were in need of significant institutional support. On the other hand, all were highly 'visible' -and thus more easily defined as 'problems' -in an organisation unused to integrating minority ethnic personnel. The result was the plethora of 'disciplinaries' referred to previously when, at one stage, a third of all minority ethnic PCSOs at AB were on disciplinary charges.
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A number of lessons may be drawn from this discussion of diversity. First, it is important that mechanisms are put in place to identify and exploit the skills and abilities that individual PCSOs bring to the organisation. This is not merely an issue about ethnic and linguistic diversity. The skills and experiences that mature recruits possess also need to be identified and recognised by the organisation. As one senior officer said
One of the bits of feedback that we have had recently from the PCSOs is that it would be ideal … if the PCs took into account their age and their previous life experiences … Street duties teams have come in and said to the PCSOs, 'Get the kettle on then,' … they are talking to highly experienced and competent people and we do not really do our best at recognizing that.
Second, it is crucial that minority ethnic PCSOs as a group are not labelled a potential problem by members of the organisation already sensitized to the real difficulties that a small number of individual PCSOs may be experiencing. In a situation where relatively large numbers of minority ethnic personnel are entering the organisation for the first time, this is a danger that needs to be anticipated and neutralised. Third, there is the issue of minority ethnic PCSOs who aspire to become regular police officers. There is already evidence to suggest that they are doing less well than their white colleagues in the 'fast track' process that leads to recruitment. The danger is that a particularly unbalanced form of two-tier policing might emerge over time in which a predominantly white, male, regular police service works alongside a body of PCSOs made up, disproportionately, of female and minority ethnic personnel. In this situation the MPS may need to maintain a 'balancing act'. On the one hand, it may want to provide some additional institutional support for minority ethnic PCSOs wishing to enter the regular police service. On the other hand, by so doing, it will not want to denigrate the crucial role that the ethnic minority PCSO -more visible and more accessible to the public than the regular police officer -can play in the community.
WIDER CONCERNS
At this point it is important to place these findings in the context of wider concerns. In order to do this, I return to my earlier claim that an understanding of the full implications of the PCSO initiative requires an exploration of the link between two, seemingly unconnected, areas of debate: on the one hand debates about police organisational change; and on the other hand debates about security governance. This issue can best be introduced through further consideration of the 'extended family' analogy.
Though the analogy of the 'extended family' has been central to recent debate about the future direction of police reform in England and Wales the term remains surprisingly ambiguous. Sometimes, for example, as for the purposes of this paper, the extended model is used to refer to the integration of different roles and specialisms within the police. Such an intra-organisational view may be found in the recent White Paper
We have already done much to develop the extended police family. We have, for example, developed good practice in the recruitment and management of volunteers. Police officers are now increasingly supported by community support officers (CSOs), special constables and police staff such as scenes of crimes officers, investigators, communications centre staff and case handlers in criminal justice units. (Home Office 2004a: 81-2)
On other occasions, however, those employing the analogy invoke a wider, interorganisational, field of security.
The term 'extended policing family' is one that is becoming more common since the Police Reform Act 2002. Whilst there is no universally agreed definition of this term, it is commonly understood to include police officers, special constables, CSOs, local authority wardens and private sector security patrols (HMIC 2004: para 7.6. p. 138) To add to the confusion these two views are sometimes conflated. Thus, having invoked This proposed solution to security pluralisation -effectively a major programme of auxiliarisation -diversifies the police workforce and, by so doing, produces an ironic consequence: enhanced plurality within the police. In effect, the plan is to resolve the dangers apparently residing in plurality at the inter-organisational level by instituting plurality at the intra-organisational level. Now whatever the inherent difficulties of this solution, its endorsement by government confirms that auxiliarisation will comprise a key strand of state policing policy for the foreseeable future. For that reason the intraorganisational dimension has to be taken seriously in debates about security governance.
So far, writers on security governance have focused almost exclusively on the inter-organisational dimension: the question of how best to govern relations between discrete security nodes in order to bring about effective, just and democratic outcomes (Bayley and Shearing 1996; Johnston and Shearing 2003; Wood 2004; Wood et. al. forthcoming). However, in order fully to explore the dynamics of nodal governance in any given security context, it is also necessary to explore relations within, as well as between, discrete security nodes. Though there is insufficient space to develop that argument here, two things may be said. First, this observation applies not just to the internal dynamics of police organisations but to those of all security nodes. Second, intra-organisational analysis is likely to show that the internal cohesiveness (the integration) of security nodes varies according to given conditions. This, in turn, suggests the need for further conceptual work to be carried out on the constituent properties of nodes. Here, several theoretical questions immediately arise, such as what conditions have to pertain in order for a node to be able to 'act' in accordance with its objectives? And how is internal resistance to action to be conceptualized within the nodal framework?
The insistence that we should be mindful of intra-organisational factors when exploring the future role of police organisations in security governance suggests that auxiliarisation needs to be taken seriously. This is particularly so in an environment The inquiry into the death of Stephen Lawrence (Macpherson 1999) was crucial in shaping the policy agenda about how to police Britain's diverse communities more justly and more effectively. Indeed, Bowling (1999) has suggested that the Inquiry's seventy recommendations were, arguably, the most sweeping set of proposals in the history of British policing. The Macpherson Report was significant not only because it had a major impact on police policy and practice, but also because it placed the thorny question of police culture back on the reform agenda. Commentators on police culture have usually considered it in a negative light. Indeed, in Charman's (2004) challenged. These include the view that police culture is unchanging (Chan 1997) ; that it is passively absorbed by officers ( Shearing and Ericson 1991); and that it is monolithic (Chan 1997; Reiner 2000; Waddington 1999 ).
These criticisms are important because they suggest, contrary to some traditional views, that it may be possible to subject police culture to a degree of meaningful reform.
Given that possibility, it is reasonable to ask whether the recruitment of substantial Such a question might seem naïve. After all, previous research has questioned the impact of demographic factors on police cultural typologies. For example, commentators in both Britain (Holdaway 1996) and North America (Sherman 1983) have drawn attention to the fact that black police officers are as likely to hold negative stereotypes about sections of the black community as are white officers; and there is no evidence of significant differences in policing styles between male and female officers (Reiner 2000) .
Also, there is an abundant literature on the extent to which probationers, special constables and others come to be assimilated into traditional 'canteen culture' by their more experienced peers (Gill and Mawby 1990; Jones 1980; Young 1990 ). On the other hand, the very size and scope of the auxiliarisation programme might be expected to constitute a force for change, not least in an organisational environment where issues of diversity are already on the policy agenda. The simple fact is that, in due course, PCSOs will not only comprise around 20 per cent of all police personnel -rather more if Police Federation suspicions about PCSO recruitment compromising future numbers of sworn police are to be believed -they will also constitute the 'public face of street-level policing': the only 'police' with whom most members of the public are likely to have regular face-to-face contact in the future. In that sense, auxiliarisation will have an impact, whether for better or worse, on both police and public.
Reiner suggests that meaningful change in police culture demands 'a reshaping of the basic character of the police's role as a result of wider social transformation' (Reiner 2000: 106) . Being conceived as a response to the problems of security pluralisation and being connected to much wider programmes of auxiliarisation within public sector organisations, the PCSO initiative is certainly 'the result of a wider social transformation'. Whether the initiative contributes to, or is part of, a reshaping of the police's role is, however, more open to debate. The deployment of PCSOs within neighbourhood policing teams 5 certainly offers genuine potential for street-level policing to undergo significant change. Here the aim is to deliver localised policing, using intelligence-led methods, while remaining sensitive to the needs of diverse neighbourhoods. In that regard -and notwithstanding rightful claims that the wider field of security governance, rather than the narrow field of police, offers the best prospects for cultural reform (Wood 2004 ) -the neighbourhood model does have the potential to facilitate the development of persuasive and less-punitive policing measures, such as those more commonly associated with the institutions of civil society.
Unfortunately the prospect that the deployment of PCSOs might facilitate and encourage less-confrontational forms of street-level compliance are already being undermined by official policy. The discussion document on 'modernising police powers'
(Home Office 2004b) proposed that PCSOs be given new powers to direct traffic, to enforce byelaws, to deal with begging and to search persons they have detained. (Crawford et. al. 2004: 81) .
It is too early to say whether the deployment of a large cadre of demographically diverse PCSOs can help to facilitate the better policing of Britain's diverse communities.
As yet, there is no empirical information on how they have engaged with some of the more negative aspects of police culture: on whether they have assimilated these aspects, adapted to them, or resisted their seductions. The point is merely that this 'solution' to the problem of security pluralisation engenders a reconfiguration of the police organisation that -with appropriate direction and support -is at least compatible with some of the objectives of a progressive reform agenda. For that prospect to be realised, however, the various police governance agendas need to be 'joined up'. As yet, there is little evidence of this happening. A striking feature of this research was that while the MPS is committed both to implementing the post Macpherson diversity reforms and to diversifying police recruitment through the PCSO initiative, there is little sign of the two agendas being connected. Should that continue to be the case, the result will be another missed opportunity. 
